Business Process Reengineering (BPR) in the management literature is defined as a fundamental rethinking and a radical and new design of process to achieve significant improvements in the benchmark measures such as price, quality, service and speed. This study examines the relationships between structural characteristics (complexity, formalization and centralization), and human resources management (recruitment, maintenance and improvement) on the BPR implementation in the Social Security Organization (SSO) to check the possible impacts of the special features of SSO and cultural challenges of the organization on the BPR process. This was a descriptivesurvey study conducted on the managers and supervisors of 16 headquarters and health and insurance units of the SSO, selected using Morgan Table and relative stratified random sampling methods. Standardized questionnaires were distributed among 210 members and 132 were collected. The descriptive analyses of the variables and the relationship between the variables and the BPR implementation were assessed. The data analyses using structural equation modeling showed a significant relationship between the structural features of SSO, human resources management and implementation of the BPR. Additionally, there was a significant relationship among the complexity variables, formalization, centralization (elements of organizational structure), recruitment, keeping and development of human resources (human resource management elements) and BPR implementation of SSO. It is recommended to study the effects of the governmental organizations on the BPR implementation to determine the priorities. In addition, further studies to evaluate the impacts of the occupational levels of managers and supervisors involving in the BPR implementation are recommended.
Reengineering is fundamental rethinking and radical new design of processes to achieve amazing improvements in critical contemporary measures such as price quality, services and speed" (Hammer/Champy1994). Business Process Reengineering (BPR) is a set of methodologies for actions that lead to changes in organization through its processes. This means that when radical reengineering takes place, the existing organization finds a systematic and group knowledge. This knowledge that has curbed the organization often goes to the organized institution and how it is established. The affairs aiming at changing the organized institution are considered as the "organizational change" activities. They are part of the tactics defined to achieve changes in the organization and development of outputs in the form of a new corporate entity and new business activities (Macgillivray, 2004) . Nowadays, reengineering has become one of the most common approaches to administrative reforms in public organizations and reengineering principles and techniques have found increasing attractions for policy-makers, experts and scholars of public administration. In today's complex and variable environment, using BPR in organizations is strongly felt. Organizations to adapt to their surroundings require a redesign of their internal and external processes. Public organizations to better respond are forced to harmonize with the surroundings. BPR implementation is not easy at the government agencies and administrative and management activities and creates dependencies on the organizational field. To establish BPR in these organizations a major leap is required in the way we manage public affairs (Totash , 2001 ). Adam and Donaghy, in a paper entitled "Business Processes Reengineering in the Public Sector" in 1999, have engaged in successful BPR implementation in government agencies and stated that although many companies are actively implementing reengineering, the evidence suggests that these efforts often do not lead to the expected results. In fact, recent studies show that 60 to 80 percent of the reengineering programs were unsuccessful (Adam and Donaghy, 1999). Researchers divide BPR implementation problems in government agencies in both human and technical challenges (Mac Adam and Donaghy, 1999, Mitchell & Mac Adam, 1998, Davidson, 1997 and Raijers & Mansar, 2005) . For using BPR in public organizations, environment, laws and specific structures of these organizations as well as their effect on implementing BPR projects should be investigated. Moreover, cultural and technical challenges of BPR in these organizations should be evaluated separately to facilitate extracting activities and solutions that help the improved performance of reengineering processes, because there are limitations in different methodologies for BPR. However,the systemic view that can guide the designer in process analysis and leads to redesign a series of measures is not likely. It is obvious that for implementing, adapting and solving technical problems in BPR projects some factors and activities should be determined for moving on the basis of the framework defined by SSO. The present study was aimed to propose a framework of the social welfare organization based on its characteristics and based on this framework to determine the best and most important strategies that can contribute to the success of BPR process.
Research Methodology
This was a descriptive-survey and cross sectional study. Statistical population includes all middle and senior managers and supervisors working in administrative, insurance, and health units of SSO. The minimum sample size of the statistical population (210 subjects) in accordance with Krejcie, Morgan and Cohen Tables were determined 132 subjects. In this study, sampling method is "proportionate stratified random sampling" or partial sampling. In this study, considering the qualitative variables, the nominal and ordinal scales are used, and for personal data of the questionnaire, the nominal scale and for other variables, the ordinal scale is used (Table 1) . For the present study, Cronbach's alpha was calculated using SPSS (version 20) software. For this purpose, an initial sample of 30 questionnaires was pre-tested among managers and supervisors. Then, using the obtained data, the reliability coefficient is calculated and Table 2 shows the validity and reliability indices. Average Variance Extracted (AVE) is for validity, and Composite Reliability (CR) indices and Cronbach's alpha are for investigation of reliability. To calculate the convergent validity, Fornell & Larcker have proposed AVE Criterion. For the AVEs and derivatives equal or greater than 0.5, indices have good validity index. This means that a hidden variable can averagely explain more than half of its indices variance (apparent variables). Given that in this research, AVE criterion and derivatives for all research variables is above 0.5. Thus, the concurrent validity of the model structures is confirmed. Composite Reliability (CR) and Cronbach's alpha check the validity and reliability of measurement instrument. All these coefficients are higher than 0.7 and indicate the high reliability and validity of the measurement instrument. For data analysis, parametric statistical methods were used. In this study, in order to describe the data, descriptive statistics are used for structural equation in Lisrel and SPSS statistical packages.
RESULTS
The results of descriptive statistics for the demographic variables obtained from the questionnaires of this study are presented in Table  1 .
Education
The results show that 15 cases of respondents are educated below bachelor's degree that consist 11.36% of the sample. Besides, 79 subjects, i.e. 59.85%, have Bachelor's degree, and 15 subjects, i.e. 11.36%, are educated at MA level, and 23 PhD subjects, i.e. 17.42%, participated in this study.
Working Experience
Results show that 3.03 percent of respondents are younger than five years, 9.85% are 5 to 10 years old, 28.03% are 11 to 15 years old, 37.12% are 16 to 20 years old and 21.97% have more than twenty years' working experience.
These numbers indicate the maximum of samples were 16 to 20 years old and the minimum were less than 5 years of working experience.
Normality Test of the Pattern Components
To investigate the normality of components of pattern dimensions, the Kolmogorov-Smirnov test was used. KolmogorovSmirnov test of normality for all of the general pattern components were conducted and in all tests, statistical hypothesis is as follows: H0: Data are normal (data have come from a normal population) H1: Data are not normal (data have not come from normal population)
If the level is significantly larger than the error 0.05, the null hypothesis is concluded. And if the significant level is smaller than the error 0.05 Hypothesis 1 is concluded. As it can be observed in Table 3 , since the level of significance in all components is higher than error 0.05, the null Table 3 .
The first main hypothesis:
There is a significant relationship between the structural features of SSO and BPR implementation. H0: There is no significant relationship between the structural features of SSO and the BPR implementation. H1: There is a significant relationship between the structural features of SSO and the BPR implementation.
According to the results obtained from the path coefficient and T-statistics specified in Table 4 and also the standardized coefficients and significant coefficients of the model diagrams, structural features variable of SSO has a significant impact on the BPR implementation at confidence level of 95%.
(T-statistic is outside the range of -1.96 to +1.96). The positive values of the beta coefficient indicated the relationship between the two variables is positive and direct. Therefore, at confidence level of 95%, it can be expected that with developing structural features of SSO, the BPR implementation is promoted in positive direction as well. And the lack of developing structural features of SSO leads to poor BPR implementation in the SSO. And therefore, the main hypothesis is confirmed at confidence level of 95%.
The first sub-hypothesis:
There is a significant relationship between the complexity of the organization and the BPR implementation. H0: There is no significant relationship between the complexity of organization and the BPR implementation. H1: There is a significant relationship between the complexity of organization and the BPR implementation. According to the results of the path coefficient and T-statistics specified in Table  4 as well as the Standardized coefficients and significant coefficients of the sub-model. It has been determined that the complexity variable of the Organization has a significant impact on BPR implementation at confidence level of 95%. (Tstatistic is outside the range of -1.96 to +1.96). Due to the positivity of beta coefficient, it can be said that the relationship between the two variables is positive and direct. Therefore, at confidence level of 95%, it can be expected that with increasing the complexity of Organization the BPR implementation is promoted in positive direction as well. The lack of increasing the complexity of the Organization leads to poor performance of BPR in SSO. And therefore, the first sub-hypothesis is confirmed at confidence level of 95%.
The second sub-hypothesis:
There is a significant relationship between the formalization of the Organization and the BPR implementation. H0: There is no significant relationship between the formalization of the Organization and BPR implementation. H1: There is a significant relationship between the formalization of the Organization and BPR implementation.
According to the results obtained from the path coefficient and T-statistics specified in Table 4 as well as the standardized coefficients and significant coefficients of the sub-model, the variable of the Organization formalization in confidence level of 95%, has a significant impact on BPR implementation (T-statistic is outside the range of -+1.96 to +1.96). Due to the positivity of beta coefficient it can be said that the relationship between two variables is positive and direct. Therefore, it can be expected that increasing the formalization of Organization will enhance the BPR implementation. And the lack of increasing the formalization of the Organization will also lead to poor BPR implementation in SSO and as a result the second sub-hypothesis is confirmed at confidence level of 95%.
The third sub-hypothesis:
There is a significant relationship between the centralization of organization and the BPR implementation. H0: There is no significant relationship between the centralization of organization and the BPR implementation. H1: There is a significant relationship between the centralization of organization and the BPR implementation. According to the results of the path coefficient and T-statistics specified in Table  4 and the Standardized coefficients and significant coefficients of the sub-model, it has been found that the variable of Organization's centralization has a significant impact on the BPR implementation at confidence level of 95% (T-statistic is outside the range of -1.96 to +1.96).
The positive beta coefficient indicates the relationship between two variables is positive and direct. Therefore, at the confidence level of 95% it can be expected that with increasing the Organization's centralization the BPR implementation is promoted in the same direction too. And the lack of increased centralization of the Organization will also lead to poor BPR implementation in SSO and thus the third subhypothesis is approved at confidence level of 95%.
The second main hypothesis:
There is a significant relationship between the human resource management and the BPR implementation in SSO. H0: There is no significant relationship between the human resource management and the BPR implementation in SSO. H1: There is a significant relationship between the human resource management and the BPR implementation in SSO. According to the results of the path coefficient, T-statistics specified in Table  4 , the standardized coefficients and significant coefficients of the model diagrams, it has been found that human resource management variable at confidence level of 95% has a significant impact on the BPR implementation in SSO (T-statistic is outside the range of -1.96 to +1.96). The positive values of the beta coefficient indicated that the relationship between the two variables is positive and direct. Therefore, at confidence level of 95% it can be expected that with increasing the human resource management variable, BPR in SSO is also promoted in positive direction. And the lack of increase in human resource management will also lead to poor BPR implementation in SSO and thus the second hypothesis is confirmed at confidence level of 95%.
The first sub-hypothesis:
There is a significant relationship between recruiting the human resources and BPR implementation in SSO. H0: There is no significant relationship between recruiting the human resources and BPR implementation in SSO. H1: There is a significant relationship between the human resource recruitment and the BPR implementation in SSO.
According to the results of the path coefficient and T-statistics specified in Table 4 and also the standardized coefficients and significant coefficients of the model diagrams it has been found that human resources variable has a significant impact at confidence level of 95% on the BPR implementation in SSO (T-statistic is outside the range of -1.96 to +1.96). Due to the positivity of beta coefficient it can be said that the relationship between the two variables is positive and direct. Therefore, at confidence level of 95% it can be expected that with increasing recruiting human resources, BPR implementation of SSO is promoted at the positive direction and lack of increase in human resources will also lead to poor BPR implementation in the SSO in SSO and as a result, the first sub-hypothesis is confirmed at confidence level of 95%.
The second sub-hypothesis:
There is a significant relationship between the maintenance of human resources and the BPR implementation in SSO. H0: There is no significant relationship between the maintenance of human resources and the BPR implementation in SSO. H1: There is a significant relationship between the maintenance of human resources and the BPR implementation in SSO.
According to the results of the path coefficient and T-statistics specified in Table 4 and the diagrams of standardized coefficients and the significance of sub-models coefficients, it has been specified that the maintained variable of human resources at confidence level of 95% in BPR implementation has a significant impact in SSO (Tstatistic is outside the range of -1.96 to +1.96).
The positive values of beta coefficient indicated the relationship of the two variables is positive and direct. Therefore, at the confidence level of 95% it can be expected that increasing the maintenance of human resources, BPR implementation in SSO is promoted at the positive direction and lack of development of human resources will lead to poor BPR implementation in SSO and as a result, the second sub-hypothesis is confirmed at confidence level of 95%. The third sub-hypothesis: There is a significant relationship between the development and BPR implementation in the SSO. H0: There is no significant relationship between the development and BPR implementation in SSO. H1: There is a significant relationship between the development and BPR implementation in SSO. According to the results of the path coefficient and T-statistics specified in Table 4 and the diagrams of standardized coefficients and the significance of sub-model coefficients, it has been specified that development variable is significant at confidence level of 95% on BPR implementation in SSO. (T-statistic is outside the range of -1.96 to +1.96) Due to the positivity of beta coefficient it can be said that the relationship between the two variables is positive and direct. Therefore, at confidence level of 95% it can be expected that with increasing development variable, BPR implementation in SSO is promoted at the positive direction and the lack of improving the human resources will also lead to poor BPR implementation in SSO and as a result, the third sub-hypothesis is confirmed at confidence level of 95%.
DISCUSSION
This study was aimed to investigate "The Challenges of Implementing BPR in the SSO" through investigating the relationships between structural characteristics, human resource management and BPR implementation in SSO. According to the studies of Reijers & Mansar (2004 and 2005) human challenges are problems caused by insufficient attention to human resources as the most important factor of change; technical challenges are the problems derived from the organizational structure, function, environment and corporate communications (Reijers & Mansar 2004 , 2005 . It is obvious that paying attention to human resources can significantly enhance the reengineering process. What is considered in this questionnaire as the basis for testing these challenges is operating the characteristics of human resources in BPR reported by Purwadi et al.
We tried to consider that paying attention to these factors leads to the success of the BPR implementation because the manpower is the most influential component in project implementation and lack of attention to it creates substantial challenges in the process of activities. Research data using a standardized questionnaire in the study population that consisted of medical staff and insurance units (sixteen units) were collected. It should also be noted that to ensure reliability. Initially, they were distributed among 30 managers and supervisors and the results showed the validity of the questionnaire. The study population consisted of managers and supervisors of health and insurance units of SSO selected using relative stratified random sampling technique. The questionnaires were distributed among 210 members and 132 were collected. The collected data were analyzed using the statistical packages of SPSS and Lisrel and analyzed in two parts of the descriptive statistics (demographic characteristics) and inferential statistics (including hypothesis testing) were studied and discussed and are expressed in this section. The results of the analysis of the data show a significant relationship between human resource management and BPR implementation with the structural features of social organization. Moreover, there is a significant relationship between the variables complexity, formalization and centralization (elements of organizational structure) recruitment and maintenance and human resource development (human resource management elements) and BPR implementation in the SSO.
CONCLUSION
This study showed a significant correlation between the crucial characteristics of the Social Security Organization including structural characteristics and human resources management and BPR process. Conducting further studies investigating the effects of variables such as the occupational levels of managers and supervisors involving in the BPR implementation are recommended. Furthermore, it is recommended to study the effects of the governmental organizations on the BPR implementation to determine the priorities of management strategies.
